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Abstract 
 
The role of Professional Service Firms (PSFs) has 
always been crucial in the development of knowledge 
economies. The effectiveness of these firms is highly 
attributed to the knowledge capabilities and skills 
embedded in its human resources and how effectively 
these resources are utilized in the optimal benefit of the 
firm. Owing to the ever-increasing growth of the 
services sector globally, it’s critical for the PSFs to 
gain in-depth awareness on the application of High-
Performance-Work-Practices (HPWPs) so as to 
continually maintain quality of their services to the 
clients. However, the mechanism for systematically 
designing and implementing these practices in 
intellectual capital context is still not fully developed. 
This research, therefore, theoretically investigates and 
suggests a linkage mechanism on how Strategic HRM 
Practices (HPWPs) via (Ability, Motivation and 
Opportunity)-enhancing bundles stimulate intellectual 
capital development in professional service firms. By 
presenting a conceptual framework, this study offers 
practically meaningful insights to the managers in the 
service firms on how to implement these practices for 
effectively meeting client needs and sustaining a 
competitive advantage.   
 
1. Introduction  
 
HRM scholars and practitioners argue that competent 
workforce contributes to firm performance and 
industry competitiveness because of the knowledge 
and competencies acquired by them as a result of 
firm‟s intellectual capital development [54]. This 
viewpoint gave rise to the growth of Strategic Human 
Resource Management (SHRM). In views of Fareed et 
al. [15], skilled and competent human resource helps 
organizations successfully compete in the business 
environment. Consistent with the Resource-Based-
View (RBV), quality human resource is central to the 
growth & development of robust human capital, 
leading to a sustained competitiveness of the firm [5].  
Marimuthu et al. [41] emphasized that successful 
organizations craft strategies that not only help them 
build their human capabilities but also support the 
achievement of business goals through improved 
productivity and efficiency. However, achieving this 
requires firms to capitalize on the employees, ensuring 
that they are equipped with the required set of 
capabilities and skills to perform their jobs effectively. 
Although, both tangible & intangible assets are needed 
by the organizations to demonstrate and successfully 
develop competitive strategies, however, today 
knowledge-based economies are focusing more on 
intellectual capital as critical for strategic management 
of organizational knowledge in order to survive in a 
complex business environment [4]. Intellectual capital, 
when viewed from SHRM perspective, focuses on re-
aligning the human knowledge and intellectual assets 
of a firm in line with its core strategies.  
We draw upon SHRM and IC literature that guides the 
creation of conceptual research framework and aids in 
in theoretical investigation of the underlying research 
question - ‘How AMO bundles of HPWP Support 
Intellectual Capital Development in the Professional 
Service Firms?‟. That’s to say - how HPWPs impact 
the intellectual capital bottom-line in Professional 
Service Firms (PSFs)? 
The remainder of this paper is organized as follow. 
Section-2 gives a considerable account of literature 
review followed by Section-3 that presents a 
conceptual research framework and consequently 
supporting research hypotheses. Section-4 sums up and 
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concludes the discussion, highlighting implications of 
the theoretical enquiry. Finally, Section-5 envisages 
future research plan and direction for empirically 
validating the conceptual framework through 
application of appropriate research methods.         
 
 
2. Theoretical Background 
2.1. High Performance Work Practices 
(HPWPs)  
 
In the extant literature, HPWPs have been identified by 
varying names such as Strategic Human Resource 
Management Practices, High Performance Work 
System, High Commitment Management etc. [15, 3]. 
HPWPs refer to a set of practices involving a blend of 
self-managed work teams and socio-technical systems 
[65]. In the eyes of Nadler et al. [44], HPWPs 
constitute a cluster of people, work processes, 
technologies and information synergized in a manner 
to reap optimum benefit from their combination. 
HPWPs usually involve comprehensive staffing 
policies, employee performance management 
mechanisms, rewards & recognition system, training & 
continuous development etc. Each of these is aimed at 
building and enhancing employee skills and attitude 
needed to effectively execute firm‟s core strategies [15, 
29]. Appelbaum et al. [2] consider HPWPs as modern 
employee development initiative such as self-directed 
teams, employee trainings, performance-based pay, job 
security, reduced status distinction etc. Zacharatos et 
al. [69] determined various HPWPs such as effective 
teams, contingent reward policy, selective hiring, 
decentralized decision making, transformational 
leadership, information-sharing etc. [16].  
Although, the modern information-sharing tools, 
communication systems and collaborative technologies 
support organizational work activities, nevertheless, 
these technological capabilities would not effectively 
serve the purpose if the staff is not adequately skilled 
and motivated to adopt them [16, 43]. This is because 
of the indispensible role of organizational human 
resource towards persistently achieving corporate 
goals. Hence, there is a broad consensus that managers 
can enhance employee performance and creativity at 
the workplace by motivating them to take discretionary 
efforts and participate in the decision making [2]. This 
managerial approach enhances employees‟ flexibility, 
competency and engagement and plays a pivotal role in 
deriving organizational performance [14, 29].  
Hence, consistent with the objectives of this research 
and considering the underlying research            
question, we have identified certain number of 
HPWPs. The rationale behind their selection and 
methodological choice is discussed in Section 3 of this 
paper. As a whole, successful application of suggested 
practices would help achieve IC development goals in 
the service firms.  
 
2.1.1. AMO Model/Bundle Perspective in HPWPs. 
In the SHRM literature, there is broad agreement that 
the effect of bundles of HPWPs on firm effectiveness 
is far more than the individually applied practices [68]. 
To this end, Appelbaum et al. [2] underscored that a 
blend of three bundles of HRM practices constitute a 
holistic system of HPWPs. They termed these bundles 
as: Ability-enhancing practices (such as training, 
learning opportunities etc) – A; Motivation-enhancing 
practices (e.g. employee autonomy, reward based on 
performance, merit-based promotions etc.) – M; and 
the Opportunity-enhancing practices that provide 
employees an opportunity to fully utilize their skills 
(such as employee communications, sharing key 
information with the employees, grievance procedure 
etc.) – O. The AMO model serves as an effective 
framework for categorizing and understanding the 
significance of individual practices. According to 
Appelbaum et al. [2], an appropriate mix of AMO 
components spurs employee performance and 
creativity. A tactful combination of three bundles of 
practices promotes employee satisfaction and 
commitment to work which translates into higher 
performance and productivity at the workplace [61, 
32].    
 
2.1.2. HPWPs in Professional Service Firms (PSFs). 
The effect of HPWPs on firm performance in the 
context of the large firms is quite evident in the extant 
literature such as [61], [43], [29] etc. to name a few. 
However, according to Fu et al. 2017 [19], the research 
on the implementation of HPWP in Professional 
Service Firms (PSFs) is reasonably insufficient and 
still in its early stages except the studies like [15], [17] 
and [42]. Most of the research has predominately 
covered manufacturing and routinized firms. Hence, 
PSFs offer an important context for investigating the 
effects of HPWPs on the organizational intellectual 
capital as the success of these firms is largely reliant on 
the skill and capabilities of their staff [19].  
In general, Professional Service Firms are 
characterized by the virtue of their niche way of 
offering customized and specialized services to the 
clients and hence rely on the idiosyncratic skills and 
problem-solving abilities of their professional staff 
[19]. By applying their knowledge and expertise, staff 
members not only contribute to organizational 
knowledge base but also help build client relationships 
[74]. This ability to derive knowledge-based 
competitive advantage serves as the most critical factor 
towards the success of these firms, making our 
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investigations of IC phenomena highly relevant in the 
context of service firms.   
 
 
2.2. Intellectual Capital (IC)  
 
Intellectual Capital (IC) refers to a cumulative sum of 
organizational resources comprising of its knowledge, 
skills, competencies, experience and intellectual 
property that collectively add value to an organization 
[8, 51, 58]. IC facilitates competitive market 
positioning of a firm particularly when its physical 
assets are no longer able to achieve sustainable 
advantage. This is because IC capabilities are unique & 
non-substitutable and vary from firm to firm, so the 
investment in IC depends on the type of the firm [35]. 
An organization attains optimum IC potential when it 
acquires intellectual capabilities comprising of human 
capabilities, work processes, structural capabilities and 
organizational culture [31]. Various scholars have 
worked on IC dimensions. Subramaniam & Youndt 
[59] proposed human, organizational & social capital 
as IC dimensions. However, the researchers such as 
Bontis [8], Roos et al. [51] and Stewart [58] proposed 
Human, Structural & Relational capital as IC 
dimensions. These dimensions are also in coherence 
with the dimensions suggested by the Meritum Project 
(European Universities Consortium). Following the 
broad consensus, this research would take into account 
the dimensions proposed by the later scholars. 
Human Capital. It incorporates tacit knowledge, skills, 
experience, competencies, talents, and innovativeness 
of organizational human resources [51]. An 
organization can‟t own human capital but it can only 
be hired and the organization is created by its 
individuals, not the organization itself [58, 45].    
According to Grasenick & Low [20], new employees 
possess human capital when they become part of an 
organization thereby contributing to the organizational 
memory and vice versa case when they leave the 
organization. This is owing to the fact that talent, skills 
and tacit knowledge of the individuals are not retained 
when they are no more part of the organization [8, 51]. 
This makes human capital the most important 
intellectual capital dimension [13]. 
Structural Capital. Also labeled in literature as 
organizational capital, it represents supportive          
infrastructure, systems and physical assets that 
facilitate knowledge, learning and routine work 
activities in an organization [13]. It is basically a sum 
total of knowledge capabilities that are retained by an 
organization even after its members have left the 
organization [20, 51]. Some common examples          
include organizational information systems, 
automation tools, knowledge databases, organizational 
work culture, routine processes, management 
capabilities, intellectual property and anything that 
results in value creation for the organization [35]. For 
an organization, structural capital facilitates the 
development of infrastructures and mechanisms to 
assist individuals to make the most of their                 
intellectual capabilities, leading to improved 
organizational performance [9].  
Relational Capital. Termed additionally as customer 
capital sometimes, it refers to the relationship 
maintained by an organization with its external-
stakeholders and the opinion held by them about the 
organization coupled with communication and 
exchange of knowledge between both the parties [9]. In 
particular, it involves customer loyalty and goodwill, 
mutual trust, business collaboration and long-term 
relationships of the firm with its suppliers and partners, 
understanding of legal matters, knowledge of 
regulatory issues, competitors‟ intelligence etc [35]. 
 
2.3. HPWPs and Intellectual Capital 
Development 
 
Literature acknowledges that HPWPs serve as the 
working mechanism for promoting human capital of an 
organization [13]. It has been recognized that HPWPs 
stimulate employee performance and creative thinking 
by enhancing their key competencies such as 
knowledge, skills and abilities. Firms implement these 
practices in bundles with an aim to hire, train, develop 
and retain their employees. These elements are hard to 
imitate by the opponents owing to the strategic nature 
of HPWPs implementation [43, 32]. Although, the role 
of HPWPs in achieving performance outcomes has 
been phenomenal, nonetheless, researchers argue that 
the linking mechanism between these practices and 
intellectual capital development is still less explored 
[30]. As mentioned earlier, IC clearly combines 
organizational knowledge in three interrelated 
components i.e. human, structural & relational capitals 
[51], these components offer a well-structured 
framework for effectively applying the strategic HRM 
practices [15]. Accordingly, these practices, when 
integrated into organizational thinking promote all IC 
dimensions, leading to overall growth of the 
intellectual capital [68].  
 
2.3.1. HPWPs and Human-Capital Development. 
An organization‟s human capital resides in the heads of 
the employees as tacit knowledge & skills which are 
inculcated via a series of HRM initiatives, for instance, 
employee hiring, placement, training, capacity building 
etc [13]. The pool of human capital resources grows 
when an organization inducts new staff members. 
However, the human capital embedded in the newly-
inducted staff is not aligned according to the firm 
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requirements [20]. To this end, Hatch & Dyer [24] 
argued that the human resource acquired by an 
organization must go through organizational 
adjustments before their abilities could be optimally 
reaped to best meet the needs of the new environment. 
They further highlighted that the previous experience 
of new employees might also impact their abilities, 
restricting the „unlearn‟ & „re-learn‟ of knowledge at 
new workplace. This implies that human capital 
transitioning through individual movement from one 
organization to another is not as easy as perceived. 
Thus, organizations need to concentrate more on 
developing and nurturing their human capital as mere 
recruitment of human resource wouldn‟t serve the 
purpose of gaining competitive edge [35]. 
 
2.3.2. HPWPs and Structural-Capital Development. 
The role of HPWPs is also critical towards the growth 
and development of structural capital. Hatch & Dyer 
[24] claim that employee learning activities within a 
firm support the creation of firm-specific human 
capabilities which are hard to imitate by the 
competitors as they are unique and exclusive to the 
firm [25]. Other key components of structural capital, 
for example, organizational work culture, routines and 
innovative capabilities also help enhance human 
capabilities and maintain inimitability of the firm. 
Thus, HR managers, in addition to human capital, 
should also take into account the structural capital of 
their firms while designing and implementing HR 
strategies [35]. 
 
2.3.3. HPWPs and Relational-Capital Development. 
An organization can‟t work in the state of isolation, it 
often has to interact with the external stakeholders such 
as clients, customers, suppliers, partners etc [34]. 
Relational capital represents how an organization 
interacts with external agents by utilizing its in-house 
human and structural capitals to create sustainable 
value advantage [35]. Relational capital in fact helps an 
organization know more about the dynamics of 
external knowledge embedded in the stakeholder 
relationships. Through effective implementation of 
HPWPs, organizational human-capital assets can be 
nurtured to boost the overall human resource quality 
and effectiveness [36]. This high-quality human 
resource can potentially play a vital role in creating 
external knowledge and enhancing network of   
relationship with the external stakeholders [34]. The 
improved external network and stakeholder             
intelligence could be applied by a firm to revisit its 
strategic priorities in the given context. Relational 
capital, therefore, can be thought of as prime-mover of 
strategic innovation.  
 
2.4. Resource Based View (RBV) – An 
Underlying Linkage Mechanism    
              
The RBV of a firm expounds that it is fundamental for 
an organization to possess valuable resources and these 
must be unique, inimitable, non-substitutable and 
exceptional to the firm to create sustainable value for 
the organization [6, 66]. RBV further states that it is 
prime responsibility of HR management to ensure 
achievement of corporate objectives through its human 
resources, having a potential to contribute towards the 
organizational goals. Employees in an organization 
possess varying level of competencies and motivation, 
which when utilized effectively, can result in long-term 
competitiveness of the firm [23].  
Accordingly, a firm must invest in its employees by 
imparting training and developing their core skills, 
supporting them to accomplish their tasks effectively, 
resulting in value-added competitive advantage [54]. It 
is challenging to frequently replace employees as not 
all of them enjoy same level expertise and adaptability 
to adjust in a complex environment and add value to 
the firm [11]. Consequently, the contribution of RBV 
to organizational behavior literature has been 
enormous in terms of its theoretical expansion, 
empirical research and managerial practice.  
 
 
3. Research Conceptual Model and 
Hypotheses  
 
3.1. Research Conceptual Model 
Extant literature on HPWPs highlights a large number 
of HPWPs. These practices have been evolving from 
time to time and their application varies from one 
culture to another [48]. Usually, business firms choose 
a number of these practices that fit their organizational 
culture and keeping in view the strategic performance 
outcomes they intend to drive e.g. firm performance, 
innovation capabilities, business system success etc. to 
name a few. As mentioned earlier that the effect of 
HPWPs when applied in bundles is far more than the 
individually applied practices [68]. Hence as part of 
this research, a number of practices were identified 
after extensive review of literature. We, however, 
limited their number to eight and each of these 
demonstrates a potential to influence the intellectual 
capital in service firms. We categorized these in three 
bundles i.e. Ability, Motivation and Opportunity 
(AMO). Some of these are commonly applied practices 
(such as Employee Empowerment, Training & 
Development, Performance Based Reward) while 
others are relatively new (such as Knowledge Sharing, 
Shared Leadership, Teamwork Quality and 
Interpersonal Trust) and hence necessitate additional 
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empirical validation [48]. Although, HPWPs are 
primarily applied by HR department on the employees 
as an organizational initiative, yet there are some 
practices whose effective application is more 
dependent on employee voluntary behavior [67], for 
example, Employee Knowledge Sharing and 
Interpersonal Trust in this case. Accordingly, a brief 
explanation of these practices within AMO bundles is 
given in the subsequent section.  
 
 
Figure1. Research Conceptual Model 
 
3.2. Research Hypotheses  
The primary aim of this research is to investigate the 
effect of (Ability, Motivation & Opportunity)-
enhancing bundles of HPWPs on intellectual capital 
development. A brief explanation of each work 
practice within its corresponding bundle is given in the 
IC context of the firms followed by relevant 
hypothesis.     
 
3.2.1. Ability-enhancing HPWPs & Intellectual 
Capital. The most relevant HPWPs that we suggest 
within ability-enhancing category having a potential to 
promote intellectual capital in PSFs include: Employee 
Training & Development and Employee Knowledge 
Sharing. 
 Employee Training & Development. In 
organizational context, the term training & 
development is frequently used that refers to 
organizational initiative towards enhancing 
employee learning with an aim to achieve better 
performance [50]. As stated by Barlett [7], training is 
a planned managerial effort that results in a desired 
set of shared behaviors and motivations. It involves 
the concept of paying for knowledge that rewards 
employees for the competencies gained and applied 
at the workplace [63]. Researchers argue 
organizational performance improvement and 
knowledge effectiveness as the justifications behind 
imparting trainings [7].   Employee trainings 
contribute to development of their core skills and 
capabilities that consequently add to organizational 
knowledge and intellectual development [53].  
 Employee Knowledge Sharing. A voluntary 
behavior of an individual that enables exchange of 
knowledge (explicit or tacit), ideas, information and 
experiences with another individual or group of 
people is referred to as knowledge sharing [46]. 
However, ensuring smooth sharing of knowledge is 
not easy as it necessitates strong willingness to 
collaborate with the others [39]. To facilitate 
knowledge flow among the employees, organizations 
need to ensure that employees feel morally obligated 
to share their knowledge [17, 1]. Welch & Welch 
[64] argued that the employees receiving knowledge 
from their colleagues are naturally motivated to 
reciprocate sharing of knowledge. Employees mostly 
share knowledge with individuals they are familiar 
with and consider trustworthy. In the IC 
development context, knowledge enablement 
between the employees reaps multitude of benefits to 
an organization such as creation of new knowledge, 
building competencies, solution to complex 
problems, generation of new ideas, fostering 
creativity, understanding customer needs etc. [46, 
45]. 
Accordingly, it can be hypothesized within Ability-
enhancing HPWPs that: 
H1: Ability-enhancing HPWPs positively influence 
Intellectual Capital in Professional Service Firms 
(PSFs).  
H1a: Ability-enhancing HPWPs positively influence 
human capital in PSFs. 
H1b: Ability-enhancing HPWPs positively influence 
structural capital in PSFs. 
H1c: Ability-enhancing HPWPs positively influence 
relational capital in PSFs.  
 
3.2.2. Motivation-enhancing HPWPs and 
Intellectual Capital. The most relevant HPWPs 
suggested within Motivation-enhancing category 
include: Employee Empowerment, Performance Based 
Reward & Shared Leadership. These are briefly 
described in the IC context here:   
 Employee Empowerment. It refers to degree of 
autonomy given by the managers to their employees. 
Primarily, it defines the level of discretion or 
authority that can be exercised by the employees in 
relation to their routine roles and responsibilities 
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[63]. Employee empowerment practices involve 
enabling decision making processes at various levels 
of an organization in line with its set goals [50]. The 
underlying assumption behind empowerment process 
is to delegate decision making authority to the 
employees in an effort to keep employees motivated 
and enhance performance [63]. Employee 
empowerment plays a pivotal role in achieving 
employee outcomes like job satisfaction and 
engagement which in turn serve as the basis for 
retaining the skilled human resources and hence 
maintaining the human capital of the firm.   
 Performance Based Reward. Rewarding high-
performing employees is considered an important 
managerial strategy toward influencing individual 
behavior and work related performance [47]. Reward 
system is usually extrinsic & intrinsic in nature. 
Extrinsic rewards are more tangible in nature and 
given to the employees in recognition of their 
outstanding performance which may include higher 
pay, bonuses, extra incentives, promotions etc. 
However, not all employees can be motivated 
through monetary rewards. They also expect intrinsic 
rewards which they may receive in the form of better 
working conditions, job satisfaction etc [52]. The 
intrinsic rewards, however, are less tangible and 
more subjective as they create employee perception 
on the value of their job [47]. Performance rewards, 
if initiated properly, could be instrumental in 
building and enhancing organizational knowledge by 
keeping staff motivated [47].  
 Shared Leadership. Shared leadership is a 
collaborative and dynamic process spread across 
organizational members and teams wherein 
leadership emerges from the teams and members 
lead each other to accomplish set goals [55]. 
Although, the process involves informal team 
processes occurring in parallel within the teams, it 
doesn‟t eliminate vertical leadership concepts. This 
perception of leadership necessitates shared 
responsibility and involvement of all team members 
in decision making process, enabling everyone to 
exercise leadership functions and act as a mentor 
within the team [26]. Based on individual‟s level of 
knowledge, competencies and nature of task, 
leadership role changes within the team [55]. As a 
whole, it offers an environment wherein all team 
member exercise leadership behavior and 
collaborative decision making which consequently 
leads to improved organizational knowledge 
outcomes [12].  
Therefore, we may hypothesize within Motivation-
enhancing HPWPs that: 
H2: Motivation-enhancing HPWPs positively 
influence Intellectual Capital in Professional Service 
Firms (PSFs). 
H2a: Motivation-enhancing HPWPs positively 
influence the human capital in PSFs.  
H2b: Motivation-enhancing HPWPs positively 
influence the structural capital in PSFs. 
H2c: Motivation-enhancing HPWPs positively 
influence the relational capital in PSFs.  
 
3.2.3. Opportunity-enhancing HPWPs and 
Intellectual Capital. The most relevant HPWPs that 
can be drawn within this category are: Open & 
Collaborative Communication, Interpersonal Trust and 
Teamwork Quality. These are briefly described in IC 
context below:   
 Open & Collaborative Communication. Open 
communication facilitates transfer of tacit knowledge 
among the organizational members. Organizations 
embracing norms of open communication often 
manage to effectively overcome the barriers to 
knowledge exchange by motivating their employees 
to share their feelings and experiences [62]. The 
more employees interact and collaborate with each 
other, the more they share their inner thoughts [1]. 
Hence, in order to enhance organizational 
intellectual assets, employees should be encouraged 
to freely collaborate and speak their mind through 
sustained communications [37].  
 Interpersonal Trust. According to Mäki 2015 [40], 
organizational members participate in 
communication and knowledge sharing activities 
based on the level of trust that exists between them. 
A trusting relationship is crucial to exchange of 
knowledge, mutual cooperation and interactions 
among the individual [1]. In the absence of feelings 
of trust, employees don‟t feel obligated to interact 
and share their knowledge [64, 40]. Interpersonal 
trust culture serves as a key constituent in a 
competitive business environment as it motivates 
individuals to voluntarily and willingly collaborate. 
This aspect makes it indispensible for organizational 
knowledge growth.    
 Teamwork Quality. One of the key elements 
contributing towards effective high-performing 
teams is teamwork. Success of a team is based on 
how interactive the communications between the 
team members are [10]. To further enhance the 
effectiveness, Hoegl and Gemuenden [27] added 
qualitative aspect in the notion of teamwork by 
introducing the concept of Teamwork Quality 
(TWQ). According to them, TWQ describes quality 
of interaction among the team members achieved via 
better coordination, collaborations, mutual harmony 
and cohesion. These quality attributes could serve as 
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key ingredients towards organizational intellectual 
effectiveness.     
Hence, we may hypothesize within Opportunity-
enhancing HPWPs that: 
H3:  Opportunity-enhancing HPWPs positively 
influence the Intellectual Capital in Professional 
Service Firms (PSFs).  
H3a: Opportunity-enhancing HPWPs positively 
influence the human capital in PSFs. 
H3b: Opportunity-enhancing HPWPs positively 
influence the structural capital in PSFs. 
H3c: Opportunity-enhancing HPWPs positively 
influence the relational capital in PSFs.  
 
   
4. Discussion and Conclusion   
This paper was aimed at theoretically exploring the 
effectiveness of HPWPs as a toolkit for intellectual 
capital development in the service firms. By 
highlighting the effectiveness of high performance 
work practices in building and enhancing intellectual 
capital in the service firms, this study not only 
contributes to the strategic HRM literature in general 
but also augments the perspective of Resource Based 
View theory. The findings of this theoretical enquiry 
are also consistent with the previous studies such as 
Fareed et al. 2016 [73], Fu et al. 2017 [19], 
Messersmith et al. 2010 [43], Kamaluddin et al. 2016 
[31] etc. The theoretical research enquiry overall 
argues that strategic HR practices nurture employee 
ability and creativity, resulting in the growth of 
intellectual knowledge capabilities of the firms. This is 
to say - the theoretical model emphasizes on the 
effectiveness of human resources as critical to 
sustaining a competitive advantage in the service firms.  
Practically speaking, it helps in determining how 
individual practices, when applied in bundles, 
stimulate various intellectual capital dimensions and 
which of these practices Professional Service Firms 
need to adopt, implement or sustain in order to further 
build their intellectual capabilities and resources. In 
addition, this research when empirically tested, would 
add new perspectives on intellectual capital 
development via a framework to guide HR executives 
on enhancing value and sustaining a competitive 
advantage over the rivals.  
  
4.1. Research Implications 
This research enquiry grounded on theoretical 
underpinnings offers remarkable theoretical 
contribution and an enormous potential to significantly 
contribute on a practical front upon empirical testing of 
the theoretical framework. In view of its significant 
implications for both researchers and HRD 
practitioners, it offers a theoretical framework to 
understand the nexus between HPWPs and intellectual 
capital development in the context of service firms. 
Managerially speaking, it suggests HR managers to 
undertake an active and vibrant role in critically and 
meaningfully exploring organizational work practices 
and intellectual capabilities embedded in the 
employees and organizational systems as this aspect is 
often under-utilized in the service firms. Hence, it 
provides HR practitioners a configuration of HPWP 
bundles having a potential to support the growth of 
intellectual capital. By understanding the effect that 
HPWPs have on intellectual capital development, 
managers should be able to accurately measure both 
intangible and tangible assets of their firms which 
would consequently enable them to revisit strategic 
priorities on further enhancing their organizational 
knowledge and intellectual bottom-line in the form of 
enhanced employee skills, improved organizational 
systems and better customer relationships.  
  
5. Future Research Plan and Direction  
Prior research on HPWPs is mostly quantitative in 
nature with an exception of the work of some scholars 
like Özçelika [70] and Tregaskis [61] who adopted 
mixed methodology in their research. In view of these 
gaps and considering the inadequate research done on 
HPWPs in the context of Professional Service Firms 
(PSFs) [18, 19, 42], we aim to empirically test our 
theoretical framework in PSFs through the application 
of mixed methods. A combination of methods would 
help understand the problem context from both 
quantitative and qualitative lenses, thereby 
methodologically enriching the research literature [72].  
The quantitative enquiry via online surveys would 
enable testing of the hypotheses and empirical 
validation of the proposed research model, whereas the 
qualitative examination via face-face interviews would 
assist in cross-validation of the findings from the 
quantitative enquiry [49, 71, 72]. As a whole, a blend 
of both quantitative and qualitative methods would not 
only aid in corroborating the quantitative findings but 
also offer comprehensive insights and rich mix of 
findings governing the relationship between HPWPs 
and IC development in the context of service firms. 
Last but not the least, in view of the application of 
above research methods, the theoretical framework to 
be empirically-tested would resultantly lead to more 
meaningful insights and practical set of 
recommendations for scholars in general and HR 
managers responsible for training, knowledge 
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management and capacity building of the employees in 
the professional service firms in particular. 
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